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Abstract  
The purpose of the study is to reveal the effect of organisational cynicism dimensions of bank employees in Turkey on their 
alienation dimensions and to determine whether the dimensions of cynicism and alienation differ according to the demographic 
characteristics of bank employees or not. The instrument used to collect data is questionnaire and the sample size consists of 151 
bank employees. Findings of the study revealed that cognitive dimension of organisational cynicism has a positive effect on 
meaninglessness and isolation dimensions of alienation. Affective dimension of organisational cynicism has a positive effect on 
self-estrangement and isolation. Behavioural dimension of organisational cynicism has a positive effect on self estrangement. 
Besides, it was observed that the dimensions of cynicism and alienation do not differ according to gender, income, and position, 
except for age and tenure. In conclusion, the phenomenon of organisational cynicism causes the employees to get alienated.  
Keywords: Cynicism, alienation, bank employees, demographic characteristics;  
1. Introduction 
The problem of alienation survives in today’s information society organisations and the quality of human 
relations, mechanisation level of the organisation, perception of social benefit regarding the organisation, degree of 
being job-oriented and easiness level of the job cause the employees to get alienated (Çetin et al., 2009). The 
literature has an insufficient answer to the question regarding whether phenomenon of organisational cynicism, 
which expresses negative attitudes of employees towards the organisation (Dean et al., 1998), has an effect on 
alienation or not. The main contribution of this study is disclosure of the dimensions of cynicism, which affect the 
dimensions of alienation that are expressed as powerlessness, meaninglessness, self-estrangement, and isolation 
(Blauner, 1964).   
 
2. Theoretical Framework  
2.1. Organisational Cynicism 
According to Dean et al. (1998), organisational cynicismis the negative attitude that is developed by individuals 
against the organisation in which they work and involves three dimensions. The dimensions are as follows: (1) 
Belief about the insufficiency of integration in the organisation, (2) Negative emotion towards the organisation, (3) 
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Tendency of showing abusive and critical behaviours in line with this belief and emotion. In view of Özgener et al. 
(2008), organisational cynicism is a general or specific critical tendency of individuals, regarding their 
organisation's deprivation of honesty, as a result of negative beliefs, emotions and related behaviours.   
Organisational cynicismis examined in three dimensions as cognitive (belief that the employee is an inconsistent, 
liar and manipulative person who lacks organisational principles and rules, and do not take official affairs and rules 
seriously), affective (emotional reactions such as feeling disrespect, anger, distress and shame) and behavioural 
(saying humiliating words regarding the organisation, displaying behaviours that criticise the organisation) (Dean et 
al., 1998; Abraham, 2000).  
The cognitive dimension emphasises the belief that the organisation and individuals who work there lack honesty 
(Brandes and Das, 2006). The affective dimension considers individuals with cynical attitudes as individuals who 
have feelings about the organisation for which they work, rather than just beliefs (Dean et al., 1998, p.346). In the 
behavioural dimension, majority of behaviours are statements regarding the fact that the organisation lacks sincerity 
and honesty. This dimension also includes strong criticisms, pessimistic estimations, elements such as sarcastic 
humour, as well as contempts and critical statements about the organisation (Kutaniş and Çetinel, 2010:188). 
2.2. Alienation 
Alienation expresses that the individual has a decreased adaptation to the social, cultural and natural 
environment, loses her/his control over the environment and becomes isolated by getting gradually helpless (Çetin et 
al., 2009). Alienation is a process, which occurs when the machine interferes in the humanness of human beings, 
destroys the humane creativity and causes human beings to lose sensitivity towards themselves, other people and the 
environment (Şeriati, 1992: 42-43). Alienation could also be defined as the fact that human beings separate from 
their own entity, product, natural and social environment and enter into their domination (Tolan, 1981: 3).  
In Robert Blauner (1964)’s work "Alienation and Freedom", alienation in work life is expressed in four 
dimensions as powerlessness, meaninglessness, self-estrangement and isolation. Powerlessness is individuals’ 
deprivation of freedom regarding their business. Meaninglessness is the failure of individuals to see the connection 
between their own work activities and the final product.  Self-estrangement is individuals' losing the relation with 
their entity depending on their business and business processes. Isolation is the failure of individuals to establish 
satisfying relationships in business and social life.  
Considering from a broader aspect, powerlessness refers that the work processes are under the control of the non-
individual elements such as the other individuals or technology and that the individuals lack any kind of work 
freedom. Powerless individuals give reaction instead of taking action and fail to arrange their own conditions in 
workplace (Blauner, 1964: 18). The concept of employee's powerlessness could signify the failure of the individual 
in the organisation to have the right of controlling her/his own products and outcomes of instruments that are used 
during the process of production. This could also be defined as the feeling failure of the individual to do and achieve 
something (Tolan, 1983: 302-303). Meaninglessness, occurs when the individuals fail to see the relation between 
their work activities and the final product. Meaninglessness increases when the individuals see themselves only as a 
tiny part of a whole (Blauner, 1964: 23). The concept of meaninglessness in employees is defined as the lack of a 
definite belief system, which interprets the outcomes of an individual’s behaviours in the organisation or enables 
her/him to make a judgement (Türkdoğan, 1985: 59). Isolation occurs when individuals fail to establish satisfactory 
social relationships in workplace. Forbidding individuals to communicate with the others during work, and the 
factors such as bureaucratic structure cause feeling of isolation in individuals (Blauner, 1964: 25). Self-estrangement 
means to the loss of one’s relation with himself/herself depending on the work on which he/she performs and the 
work processes (Blauner, 1964: 26).  
 
2.3. The Relationship Between Organisational Cynicism And Alienation 
The number of studies investigating the relation between organisational cynicism and alienation is limited in 
literature. Abraham (2000) revealed that while there is a positive relation between the organisational cynicism, 
business dissatisfaction and alienation, there is a negative relation between the organisational cynicism, 
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organisational commitment and organisational citizenship behaviour. According to Turan (2001: 127), one of the 
negative effects of organisational cynicism is alienation and as the level of organisational cynicism increases, the 
level of work alienation increases as well. According to Andersson (1996), on the other hand, alienation could be 
related with cynicism.   
 
3. Methodology   
3.1. The purpose and scope of the research 
Purpose of the study is to reveal the effect of organisational cynicism dimensions of bank employees in Turkey 
on the dimensions of alienation and to determine whether the dimensions of cynicism and alienation differ according 
to the demographic characteristics of bank employees or not. The sample group of the study consists of bank 
employees in the province of Kars.  
 
3.2. The type of the research and scales used 
Data collection instrument is the questionnaire. Data were collected from 151 bank employees, who were 
qualified enough to represent the population (Saruhan ve Özdemirci, 2011). Method of the study was designed in an 
explanatory way. This research is a quantitative study. Sampling method is the convenience sampling. Validity and 
reliability of scales used in the study were tested by previous studies. Statements with 13 questions for 
organisational cynicism (Brandes et al., 1999) and statements with 20 questions for alienation (Blauner, 1964) were 
measured by using 5-point Likert scale.  The tests used in the study include multiple regression, correlation, t test 
and ANOVA test. SPSS 16.0 software program was used to analyse the data of the study.  
 
4. Findings  
4.1. Demographic Features 
Of the bank employees interviewed, 53.6% (81 persons) were male, 46.4% (70 persons) were female; 74.8% (113 
persons) were aged 31 and older, 25.2% (38 persons) were aged 30 and younger; 23.8% (36 persons) were tellers, 
26.5% (40 persons) were corporate customer representatives, 34.4% (52 persons) were individual customer 
representatives, and 15.2% (23 persons) were operation clerks.   
 
4.2. Validity and Reliability Analysis 
 
“Face validity” and “construct validity” were examined for the validity of scales. Internal consistency coefficient 
(Cronbach’s Alpha) was calculated for their reliability. For the organisational cynicism, the value of KMO test was 
0.916 and the Bartlett test was significant (Chi-Square= 1011.522; sig= 0.000). According to the result of the factor 
analysis, the totally variance was 73.609 and the organisational cynicism was loaded in 3 factors. Reliability scores 
of factors were 0.92 for the affective cynicism, 0.81 for the cognitive cynicism and 0.81 for the behavioural 
cynicism.   
Regarding the alienation, the value of the KMO test was 0.847 and the Bartlett test was significant (Chi-Square= 
972.157; sig= 0.000). According to the result of the factor analysis, the totally variance was 63.712 and the 
alienation was loaded in 4 factors.  Reliability scores of factors were 0.83 for powerlessness, 0.76 for self-
estrangement, 0.78 for meaninglessness, and 0.68 for isolation.   
According to the factor analysis and calculation of Cronbach’s Alpha reliability coefficients, it could be asserted 
that the scales are valid and reliable for the related sample (Nunnaly, 1978; Altunışık et al., 2004).  
625 Sebahattin Yıldız and Mahmut Şaylıkay /  Procedia - Social and Behavioral Sciences  109 ( 2014 )  622 – 627 
 
4.3. Correlation Analyses 
 
Pearson's correlation analysis was performed for the purpose of examining the relations between the variables in 
Table 1. Accordingly, there were positive significant relations between all dimensions of the organisational 
cynicism. It was revealed that the relation between affective cynicism and behavioural cynicism was at the highest 
level (0.76; p<0.01). Majority of the dimensions of alienation had positive relations with one another. There was no 
significant relation only between powerlessness and self-estrangement (p>0.01). Besides, positive significant 
relations were observed between the dimensions of cynicism and alienation. There was no significant relation only 
between the affective and behavioural dimensions of cynicism and powerlessness dimension of alienation (p>0.01). 
Considering the mean scores, behavioural cynicism (M:3.12), which is one of the dimensions of cynicism, and 
Isolation (M:2.90),  which is one of the dimensions of alienation, had the highest scores.  
 
Table 1. Correlation Analysis 
Factors Mean. Sd 1 2 3 4 5 6 7 
1. Affective 2.98 0.77 (.92)a       
2. Cognitive 2.92 0.63 .59** (.81)a      
  3. Behavioural 3.12 0.60 .76** .54** (.81)a     
4. Powerlessness 2.16 0.67 -.017 .17* -,017 (.83)a    
5. Self-estrangement 2.83 0.57 .54** .42** .52** .12 (.76)a   
6. Meaninglessness 2.63 0.53 .39** .49** .41** .41** .52** (.78)a  
7. Isolation 2.90 0.52 .49** .44** .48** .28** .54** .54**     (.68)a 
  a. Cronbach's alpha reliability coefficients;  *p< .05.  ** p< .01 
 
4.4. Regression Analysis  
Table 2 illustrates the results of the regression analyses. None of the dimensions of cynicism had a significant 
effect on the Powerlessness dimension of alienation (R Square: 4.9%, F: 2.532; p: .059). “Affective and behavioural 
dimensions” of cynicism had a significant effect on Self-estrangement dimension of alienation (R Square: 32.7%, F: 
23.674; p: .000). “Cognitive dimension” of cynicism had a significant effect on the Meaninglessness dimension of 
alienation (R Square: 26.7%, F: 17.712; p: .000). “Affective and cognitive dimensions” of cynicism had a significant 
effect on the Isolation dimension of alienation (R Square: 28.8%, F: 19.655; p: .000).   
 
Table 2. Regression Analysis 
Independent 
Variable: 
Cynicism 
Dependent Variable: Alienation  
Powerlessness Self-estrangement Meaninglessness Isolation 
Β R2 F Β R2 F Β R2 F Β R2 F 
Affective  0.011 
0.049 2.532 
0.276* 
0.327 23.674* 
0.037  
 
0.267 
 
 
17.712* 
0.238*  
 
0.288 
 
 
19.655* Cognitive 0.018 0.127 0.367* 0.182* 
Behavioural 0.015 0.243* 0.181 0.195 
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* p < 0.05 
 
According to Table 2, it was revealed that cognitive dimension of organisational cynicism had a positive effect 
on meaninglessness and isolation dimensions of alienation. Affective dimension of organisational cynicism had a 
positive effect on self-estrangement and isolation. Behavioural dimension of organisational cynicism had a positive 
effect on self estrangement. 
 
4.5. Difference Tests 
Independent Sample t test and Anova test were performed in order to determine whether the dimensions of 
alienation and organisational cynicism show a statistically significant difference according to the demographic 
features of bank employees or not.   
Findings concluded that the dimensions of cynicism and alienation did not differ according to gender, income, 
and position (p>0.05), except for age and tenure. Accordingly, when the age of employees increases, the  affective 
dimension of the cynicism, and self-estrangement dimension of the alienation increase (p<0.05). Besides, when the 
tenure of employees increases, all dimensions of organisational cynicism increase (p<0.05). Similarly, when 
employees' tenure increases, the powerlessness decreases, and self- estrangement increases in alienation dimensions.  
 
5. Conclusion  
Was the phenomenon of alienation a problematic only for the industrial society or does it pose a problem for 
bank employees of today’s information society as well? If so, can we talk about the increase in the cynical attitude 
of employees as an antecedent of alienation? The question regarding which dimensions of cynicism would affect 
which dimensions of alienation has remained unanswered in literature.  
This study was designed in order to answer the aforementioned questions and conducted on bank employees. In 
conclusion, the phenomenon of organisational cynicism causes the employees to get alienated. Thus, it is 
recommended to perform improvements to decrease the cynicism within the organisation, provide trainings, and 
remove the dependence of employees on computer, which is the machine of the information society. Besides, it is 
required to extend and enrich the work, improve the social relations, and decrease the selling pressure on the bank 
employees in order to remove the negative beliefs, feelings and behaviours of employees. Similarly, the negative 
belief regarding the integration of principles of the bank and the honesty of employees should be changed.     
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